The global economic situation and the need for construction contractors to remain in business in this competitive environment have further uncovered the importance of productivity improvement. This study therefore investigated the impact of formal and informal trainings on the productivity of bricklayers in three commercial nerve centres of Nigeria (Lagos, Abuja and Port Harcourt).To achieve this, questionnaires, backed up with interviews and on-site measurements were conducted on the management and bricklayers of construction firms who were randomly drawn from the three categories of construction firms in the country (large-sized, medium-sized and small-sized firms). 90 and 180 structured questionnaires were distributed to the management and bricklayers in the study area while 72 and 118 questionnaires were respectively filled and returned in this regard. The results of the descriptive and inferential statistical techniques indicated that training had significant effect on the productivity of bricklayers in Nigeria. Other factors such as monetary and nonmonetary incentives, planning and control, organizational strategy, supervision aspects and general management also had their contributory effects to bricklayers' productivity. The study concluded that the issue of training should be accorded a priority attention by the managements of construction firms in order to attain greater workers' productivity on construction sites.
INTRODUCTION
The construction industry in Nigeria is labour intensive and it is the highest employer of the nation's work force. The industry also accounts for over 50% of the country's gross capital formulation (Fagbenle, Adeyemi and Adesanya, 2004) . In the words of Olatunji, Ajibola and Coker (2000) , the largest share of investment capital in all developing countries still finds its way into construction. Unfortunately, the most empirical studies have revealed that the input of the industry in Nigeria is quite low when compared with many developing countries (Fagbenle, et al, 2004 and Olatunji, et al, 2000) . Realising this fact however, many studies had been channelled to the challenge of productivity in the Nigerian Construction industry. For instance, Olateju, et al, (2000) studied the effect which training had on the productivity of construction artisans in south-western Nigeria. Also, Lawal and Kolawole (2004) investigated the productivity of the Nigerian public service construction artisans while Olatunji et al (2000) studied the effects of training on the performance of construction craftsmen in south-western Nigeria. These studies revealed that Nigeria is having a myriad of construction productivity challenges, which is typical of most developing countries.
They argued further that little or no success resulted from every attempt to proffer solutions to these challenges.
However, a number of studies (Jergeas, 2009; Fagbenle, et al, 2004; Callaham, 1984; Mahoney, 1983; Bocherdings, et al, (1982) ; Choromokas and Mikue, 1981 and Bercherdings, 1976) have attributed this low productivity to the presence of demotivators (dissatisfiers). According to these authors, motivators (job enrichment) cannot manifest in an improved productivity unless these motivators are removed. Adeyemi (2000) observed the presence of a number of demotivators in the Nigerian construction industry which have been impeding the productivity improvements. They are identified as follows; construction productivity largely depends on the performance of the construction workers. According to the author, the improvement in construction productivity needs to be achieved through greater resource allocation and human resource efficiency, effectiveness and engagement as well as increased innovation and technology.
A curious look at the aforementioned identified variables of demotivators in the construction industry have no doubt brought to the fore the importance of training in the productivity improvement of any economy. Training has been defined as an activity which is concerned with making employees more articulate and efficient in the performance of their current tasks or in preparation for a new type of job, to meet the dynamic needs of the organization (Wahab, 1992) . Training can be used to develop mental ability, dexterity and skills of personnel at all levels. Hussein (1992) identified three avenues of training for the skilled labour as the school avenue such as vocational training college, the workshop avenue and the field avenue. Olatunji et al, (2000) further identified the types of training as induction training, on-the-job training, refresher training, skill upgrading, practical demonstration and further education (in-service training).
While accepting the fact that some works had been done in the area of training and its effect on productivity, all the sample sizes were based on the generality of craftsmen in the construction industry thereby not allowing for a thorough investigation.
Moreover, none of the works was backed up with any site measurements. This paper therefore addressed the issue of formal and informal trainings in the Nigerian Construction industry and their impact on bricklayers' productivity.
METHODOLOGY
The data for the study were obtained through questionnaire administration and direct field measurements/observations. The study samples were randomly drawn from large, medium and small-sized construction firms in three commercial nerve centres of the country namely, Lagos, Abuja and Port Harcourt. The essence of the classification was to ensure homogeneity of response and comparative analysis. The sample size was selected because more than 75% of the volume of construction activities in the country takes place in these cities. Moreover, the register of the Nigerian construction contractors with the Federal Registration Board of Nigeria indicated that more than 80% of the construction firms have addresses of these three cities (Fagbenle et al, 2004 , Olaleye, 2008 . It is hoped that these areas would form a general and true representation of what is obtained on the whole country. Two sets of questionnaires were prepared (one for the management and the other for the masons).
90 and 180 questionnaires were respectively administered on the management and masons(bricklayers) in the study area. 72 and 118 questionnaires were filled and returned in this perspective. The decision to focus on masonry trade in preference to other trades lies on the predominance of bricks/blocks as one of the major construction materials in Nigeria. From this trade, seven work-packages were studied. In order to determine the premiums placed on each of the identified types of training by the two categories of respondents, the scoring system is set as 3,2 and 1 points for high, medium and low ratings respectively. The mean score(s) for each function is calculated by means of the following equation (Arditi and Mochtar, 2000) :
Where S is the mean score, h is the percentage of respondents that gave a "high" rating to the identified variable, m is the percentage of respondents that gave a "medium" rating and l is the percentage of respondents that gave a "low" rating to the variables.
On-site observations and measurements were also conducted on bricklayers in thirty construction sites in the study area to complement the information elicited from the questionnaire distribution. Notable forms of training programmes were being run by the management of the first fifteen construction sites while these programmes were absent in the second fifteen sites. For the purpose of identification, the first fifteen sites would be named and referred to as sites I to XV while the second fifteen would be referred to as sites XVI to XXX.
RESULTS AND DISCUSSIONS
In presenting the results of the questionnaire survey, the paper first highlighted the questionnaire's distribution and the response rates in the three categories of the sites visited. Area   Tables 1 and 2 showed the numbers of the questionnaires distributed and the response rates in the three site categories for both management and the bricklayers respectively. Table 2 , fifty-four of the sixty respondent bricklayers filled and returned their questionnaires while thirty two respondents returned theirs from the same number of questionnaire distribution in Port-Harcourt and Abuja. This also represents approximate percentage rates of 90%, 53% and 53% respectively.
Questionnaire Distribution and Response Rates in the Study
The relatively higher number of response rates in Lagos might not be unconnected with the high level of awareness of construction operatives to questionnaire administration. Moreover, Lagos is referred to as the centre of excellence and the first industrial destination of choice for any investor. Based on this distribution, the paper identified the various training venues for the bricklayers and the premiums placed on each of them.
Training Avenues for Bricklayers
As shown in the table 3 below, the major training avenues for the bricklayers are field avenues in terms of apprenticeship, workshop avenue and the vocational training (school avenue). Table 4 therefore gives the mean scores of the responses in the three site categories. Legend: 3-high rating; 2-medium rating; 1-low rating The results in Table 4 The views of the Bricklayers are not dissimilar to the management's ratings in this regard.
The result therefore made it possible to examine further training programmes that are available for bricklayers in the construction industry.
Further Training Opportunities for the Bricklayers
Realizing the importance of various further training programmes on operatives' motivation and productivity, attempts were made to investigate the various further training programmes that are open for the bricklayers on construction sites. Table 5 therefore showed the premiums attached to the various further training programmes agreed to be beneficial to the bricklayers. The summary in Table 5 revealed that on-the-job training was the most preferred type of training programme available for bricklayers. Mean scores of 2.56 by management and 2.57
by the bricklayers themselves placed this training scheme above all other training programmes packaged for these skilled men. This might not be unconnected with the "learning makes perfect" principle of any work environment.
There seems to be consensus of opinions in the ranking of other training programmes by the two categories of respondents. For example, management of all firms ranked practical demonstration second with the mean score of 2.36. The introduction of new products into the construction industry through practical demonstration might be responsible for this ranking.
Skill upgrading (MS= 2.28), refresher training (MS= 2.22) and induction training (MS= 2.08)
were respectively ranked third, fourth and fifth by the management of all firms.
The bricklayers on the other hand also ranked practical demonstration (MS=2.52) second and this was followed by: skill upgrading (MS= 2.44); refresher training (MS=2.35) and induction training (MS= 2.19). The least in the ranking by these two categories of respondents is in-service training. The one-off and the nomadic nature of the construction industry might be responsible for this as this factor do not favour the retention of permanent workers. Therefore, sending operatives for trainings that will consume financial and time resources are always avoided by management of these construction firms. This supports the views of Fagbenle, et al. (2004) , Adeyemi (2000) , Callaham (1984) , Mahoney (1983) and Borcherdings, et al (1982) that job security/employee turn-over are a major demotivator in the Nigerian construction industry which have been impending productivity improvement.
However, management of Large-sized construction firms gave highest premium to in-service training programme (MS= 2.59) while on-the-job training (MS= 2.52), skill upgrading (MS= 2.17), practical demonstration (MS= 2.14) and induction training (MS=2.11) came second, third, fourth, fifth and sixth respectively. The highest premium accorded to in-service training by the management of this category of firms might not be unconnected with the long term characteristic nature of large-sized firms. They are always confident of uninterrupted patronage by governments of nations as the largest clients in the construction industry. In view of the continuity's sake, they can afford to retain quality skilled operatives for a long period and also send them for long-time training programmes.
Having established the necessity of the various training programmes earlier highlighted, the study pressed further to find the impact of these (training) programmes on the productivity of bricklayers and the site findings are presented below.
Site Observations and Measurements
In an attempt to determine the impact of training programmes on the productivity of bricklayers in the study area, thirty construction sites were visited for the on-site observations and measurements of activities of bricklayers. As earlier mentioned, the various training programmes were visibly employed in the first fifteen sites (sites I to XV) and were absent in the other set of sites (sites XVI to XXX) and these cut across the three categories of construction sites earlier mentioned. The results in Tables 6 and 7 therefore give the summary of the findings. The results of the site observation and measurements are shown in Table 6 and 7. When compared across sites, it was discovered that the mean observed outputs of bricklayers in sites I to XV are higher than that of sites XVI to XXX. In the laying of 150mm sandcrete blocks for example, the mean output of bricklayers in sites I to XV (Table 6 ) was 68mm
while it was 66mm for sites XVI to XXX (Table 7) . For the laying of 225mm sandcrete blocks, the mean outputs are 63mm and 62mm for sites I to XV and sites XVI to XXX respectively. The same trend was observed in other activities as contained in the two tables.
The significantly higher level of output achieved in sites I to XV could be attributed to the observed psychological impact of the visible training programmes being operated on these sites (sites I to XV). The training programmes are assumed to have stimulated the performance of bricklayers on these sites and also act as morale boosting for them at the same time. The result corroborated Zhou (2004) 's findings that motivation, when it is combined with work experience and education, is an important factor in improving performance. It also lends credence to Jergeas (2009 ), Hewage (2007 and Fagbenle, et.al (2004) 's studies on productivity/motivation of construction operatives.
CONCLUSION
The study had highlighted the importance of training in the productivity improvement of bricklayers in Nigeria. The study concluded that vocational training avenue is a preferred method of training bricklayers in the area. It also reiterated that on-the-job training programme is the most preferred training programme for the bricklayers. However, in-service training programme was most preferred by the management of large sized construction firms because these firms can afford to retain quality staff for a long time and also send them for further skill acquisition training programmes from time to time. The study also asserted that training programmes have brought about an increase in the productive time of bricklayers and consequently enhances their productivity.
As a result of the foregoing, it is considered that the following need to be addressed for the Nigerian construction industry to move forward.
There is a clear need for improvement in the area of training and retraining of construction operatives, notwithstanding the one-off nature and the nomadic behavioural pattern of the industry. This will go a long way in the productivity improvement of individuals on sites and the construction industry as a whole.
To encourage a speedy growth in the productivity of the construction industry, government must create enabling environment for the management of the three categories of construction firms in Nigeria, especially in the area of training and retraining of their employees.
Realizing the fact that training/retraining is not the only factor that has positive contribution on productivity, equal attention should be paid to other factors such as monetary and nonmonetary incentives, organizational procedures and planning, scheduling, control and supervision of workers as well as general management. With this, it is expected that construction productivity improvement would be taken to the highest esteem.
Though this research had studied the effect of training on the productivity of bricklayers in Nigeria, research efforts on other categories of craftsmen in other nations of Africa /World is also advocated. This is to act as a basis for comparison in the final analysis.
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